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CROSS-REFERENCE TO RELATED APPLICATIONS - Not Applicable 

STATEMENT REGARDING FEDERALLY SPONSORED RESEARCH OR DEVELOPMENT-Not 
Applicable 



REFERRENCE TO MICROFICHE APPENDIX 



Not Applicable 



BACKGROUND OF THE INVENTION: 




Clinical (consulting) Psychology is the field of endeavor 
pertaining to my invention. more than 13 years ago, i became 
interested in tavistock group relations while co-leading a 
psychoanalytic object relations (kleinian) group for 1 year during my 
general internship at ne.uropsych i atr i c institute at ucla. 7"74 through 

6/75. 

Generally, group relations work is concerned with studying how 
group and individual dynamics in organizations affect each other in 
relationship to work completion. 

Participation and staff consultation in said conferences afforded 
me more experience and appreciation of the plausibility of using 
different ways of relating to others and resolving conflict. 

This interest coupled with my prior and continuing one in various 
systems such as family, community, ecological, structural, 
paradoxical, and 'living', the latter most closely related to 
Tavistock group relations, all contributed to my current view of 
possibilities for inter- (intra-) group workable collaborations. 

In December 1987, I responded to a call for papers and applied to 
present my model at the flrst international symposium on group 
Relation's Contributions to Social & Political Issues sponsored by 
Tavistock Institute of Human Relations & the A.K. Rice Institute, to 
be held at Keble College, Oxford University, England. Between 1987 
and 1989 , I submitted my model/idea to at least 2 other Tavistock 
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REGIONAL CHPTERS FOR CONFERENCE OR WORKSHOP PRESENT AT IONN IN SAN 

Francisco (GREX), and Boston (The Boston Group)* In 1989-90, I 

APPLIED FOR A NATO FELLOWSHIP AND A GRUBB INSTITUTE, LONDON 
sponsorship; 10 YRS later, my REVISED PROPOSAL FINALLY WAS ACCEPTED, 
as a poster session, at the american psychological assn's community 
Psychology division's (27) Society for Community Research & Action's 
(SCRA) biennial conference at Yale, June 10, 1999. 

The following copies are enclosed: review of literature is enclosed in 
extra material such as Proposal (5th version) w/review of literature, 
11-28-1989; the Poster Session post print; Yale program pages showing 
my listing as presenter; Other uses for model: Plan of Research, 
01/00; model as design, 2/00; model as setting for Quality Circles; p. 
160 (16.1), Chris Argyris' Overcoming Organizational Defenses . 

BRIEF SUMMARY OF THE INVENTION 

Social Conflict Resolution: An Intergroup Working Model 

Carol A. Trufant, Ph. D. 
Oakland, CA 

Purpose: Practice taking personal responsibility for behavior and 
resolution of differences (conflict) and problem solving through in- 
teractive learning. Adults have difficulty authorizing themselves 
and others to take on leadership roles, often resulting in a lack of 
resolution of group issues, i.e., rudeness, low work productivity, 
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workplace violence* and community (world) tension. t i me , role » and 
format affects our propensity to hoard power/ project anxieties and 
dilemmas about exercising power, and taking responsibility for change, 
across and within groups. movement outside of one's framework, either 
individual, intra", or intergroup will enhance recognition of others' 
views, beliefs, and provide an environment more accessible to 
dialogues toward collaborative problem solving. 

Views of negotiating conflicts consists of three concepts: 
1) Controlling projections and splitting (discounting); 2) 
Recognition; and 3) Reframing. Basically, bridging a gap resolves 
splitting; one then can see (recognize) the persons across that 
'divide'; thereafter, different perspectives and collaborations have 
opportunities to be formed. 

Hypotheses : 

1) An open theatre method will provide optimum opportunities for 
face-to-face negotiating, understanding others' points of view by 
experiencing their tasks in role, and reducing stereotypic inferences. 
Time will be a significant factor for the success of conflict 
resolution (Mangham & Over ington , 1987; Miller, 1985; Wall & Blum, 
1991; Lewin, 1997; Cordes, 1986; Rubin & Friedland, 1986; Coombs, 
1987; Churchill> 1989; Stuart, 1988; Miller & Rice, 1967; Schein, 
1996; Friedman, 1991). 

2) Successful conflict resolution is more likely when the presence of 
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PSYCHOLOGICAL "SPLITTING" BOTH WITHIN AND BETWEEN CONFLICT GROUPS IS 
RECOGNIZED. "SPLITTING" DESCRIBES A PROCESS WHEREBY GROUPS; SUBGROUPS 
AND INDIVIDUALS PROJECT ONTO OTHERS THEIR OWN DILEMMAS AND ANXIETIES 
ABOUT EXERCISING AUTHORITY OR WIELDING POWER (KLEIN, 1971 ; De BOARD, 

.1978; Horowitz, 1985; Klein, M, 1985; Lewin, 1997; White, 1966; Katz, 
1988; Klein, 1985; Keen, 1982; Trufant, 1983; Rather, 1987; Fiske, 
1993; Khaleelee & Miller, 1985; Hogget & Lousada, 1985). 

3) Conflict between groups lessens in direct proportion to the degree 
that these groups address conflict within themselves. (Hassner^ 1975; 
Chattopadhyay, 1989; Kipnis, 1984 ; Miller, 1985A; Kets de Vries, 1991; 
Alderfer & Klein, 1985; Kets de Vries & Miller, 1984; Kernberg, 1985; 
Sievers, 1995; Hom, 1989; Hirshhorn, 1997; Levin, 1997; Conflict and 

COOPERATION AMONG GROUPS: An EXPERIMENTAL WORKSHOP IN THE TAVISTOCK 

tradition, 1987; Van Dijk, 1987; Wilson, 1996). 

4) to recognize "splitting" in the groups with which they are 
involved, people need an opportunity to move outside of them in order 
to reframe their picture of what is happening (lawrence, 1985," 
Watzlawick, 1974; Boszormenj i-Nagy, 1973; Minuchin, 1974; Baldwin, 
1982; Dooley, 1997; Eisold, 1985; Bion, 1985; Miller & Rice, 1967; 
Argyris, 1967; Lewin, 1997; Klein, 1998; Verhofstadt-Deneve, 1995; Woe 
& Wilk, 1993). 

5) Reframing of Conflicts will move along lines purported by Coombs, 
1987: Type I - Persons must chose between two opposites: Type II - 
Persons who desire two different things must choose only one; Type III 

5 




- Persons who want the same thing, must settle for different things 
(Also See Deutsch. 1977; Lewin, 1997; Strodtbeck. 1951). 

Method : 

Subjects will be part of a large interdependent group made up of 3 
intergroups: The Community/The Workers (C/W); The Politicians/Top 
Management (P/TM); The Activists/Middle Management (A/MM). 
Participants will be randomly assigned to groups. Three volunteers 
will act as 'Chorus' (consultants). 

Setting will consists of middle group space, and surrounding 
areas-2 graduated stages; swinging doors as permeable boundaries, 
separating two different areas: 

Boundary Space (BOS) #1. the isles within each group* and sur- 
rounding the middle group, and BOS #2, a space, like a stage where all 
can observe. Conflicts not resolved in BOS #1 will move into this 
space. 

Procedurally, differences of opinion will emerge around one topic 
including the middle east situation. a work situation. a 
school/adolescent/parent conflict. etc . 

Three volunteers per topic will act as the 'chorus' responsibile for 
giving continual running commentary. they are to help me reframe 
disagreements to be resolved in bos 1 or 2, as needed. 
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Time needed: 3? hours: 30 minutes to explain and get everyone 
assigned to a group and seated* 30 minutes for the event to occur," 
another 45 minutes for all group members to change groups* and 

CONTINUE, E.G., THE A/MM BECOME C/TW, AND THE LATTER, THE P/TM, AND 
THIS LAST GROUP, THE A/MM. THE EXERCISE WILL CONTINUE WITH 
PARTICIPANTS IN DIFFERENT ROLESJ NEW VOLUNTEERS WILL REPLACE THE 
CHORUS, AND MAYBE ME. At THE END, 60 MINUTES WILL BE RESERVED FOR 
DISCUSSION OF THIS EVENT BY MEMBERS ABOUT VARIOUS ROLES THEY ASSUMED 
DURING THE TRAINING (REVIEW)* AND HOW THESE ROLES MIGHT AFFECT THEIR 
BEHAVIOR TOWARDS AUTHORITY AND LEADERSHIP OUTSIDE OF THIS TRAINING 

(application). An EXTRA 20 MINUTES will be available for DEBRIEFING as 

NECESSARY. TlME WILL BE ALLOTTED FOR FOLLOW"UP ISSUES AS INDICATED. 

Evaluation: A 1 page likert-type questionnaire will be distributed; 

COMPLETION TIME: 3 15 MINUTES. 

BRIEF DESCRIPTION OF THE SEVERAL VIEWS OF THE DRAWING 

SPECIFICATION - 

To the Commissioner of Patents and Trademarks: 

"A portion of the disclosure of this patent document contains 
material which is subject to (copyright or mask work) protection. The 
(copyright or mask work) owner has no objection to facimile 

REPRODUCTION BY ANYONE OF THE PATENT DOCUMENT OR THE PATENT 
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DISCLOSURE* AS IT APPEARS IN THE PATENT OR TRADEMARK OFFICE PATENT 
FILE OR RECORDS* BUT OTHERWISE RESERVES ALL (COPYRIGHT OR MASK WORK) 
RIGHTS WHATSOEVER." PER 37 CFR S 1.71(e) 

Your petitioner* Carol A. Trufant* Ph.D.* a citizen of the United 
States and a resident of Oakland* California* prays that letters 
patent may be granted for the design for a surface pattern (model) 
applied to room* or building* as set forth in the following 
specification : 

Fig. 1 IS A TOP PLAN view of a SURFACE pattern (model) APPLIED to 
a setting* i.e. room in a building (workplace) for use with 
adults; can use as model for Quality Circle* also. 

Fig. 2 is a top plan view of a surface pattern (model) applied to 
a setting* i.e.* room in a building (school or church) for use 
with adolescents* parents* teachers * administrators. 

Fig. 3 is a top plan view of a surface pattern (model) applied as 
the design for a building or part thereof. 

DETAILED DESCRIPTION OF THE INVENTION 

Method 

There will be three intergroups: The middle group will represent the 
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Community/The Workers (C/TW); The groups on either side (they are 
accountable to...) will consist of pol i t i c i a n s /to p management (p/tm) 
on one side; and ac t i v i s ts/m i ddl e managers (a/mm) on the other. 
Participants will be randomly assigned to groups. 

The setting will consists of two raised stages and swinging doors 
representing permeable boundaries. These doors will bind two 
different areas. 

1) Boundary Space (BOS) #1: The isles in between each group, i.e.* 
the boundary each around the middle group shared on each side by group 
#1 & #3; two people from 2 to 3 different groups can meet in a common 
place in this space; around the middle group. 

2) bos #2. a space down by and a distance from the middle group > 
away from all groups, as if on a stage, for all to observe. conflicts 
that can not be resolved in bos #1 will move into this space. 

Instruments/Setting 

a large room will be used, one that can hold three large (n=15) with 
at least 5 in each i n te r - co n n e ct i n g group in a concentric space with 
a raised-type seating pattern not unlike that of bleachers or a 
theater in the round . there will be vestibular boundary spaces, 
"gates" with swing capacity for 'ln and out 7 room for negotiating 
between the c/tw and p/tm on one end, and the c/tw and a/mm on the 
other side. swinging gates will also be present at each end of the 
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VESTIBULES WHICH WILL SPILL OUT ONTO DIFFERENT AREAS. THE BLEACHERS 
WILL FORM SEMI-CIRCLES ON EITHER END OF THE GROUPS. THE PURPOSE OF 
HAVING THIS SPACE ON EITHER END IS TO PROVIDE ROOM TO NEGOTIATE/ AND 
IF NECESSARY. TO MOVE INTO A LARGER BOUNDARY SPACE/REFR AME AREA - 
I.E.* FROM BS#1 TO BS#2» NEAR THE SPACE WHERE THE ORIGINAL CONFLICT 
FLARED-UP. WE CAN THEN TRACE THE DIFFERENCE IN CLIMATE AS WE MOVE 
AWAY FROM OLD AND INTO NEW FRAMES. WlTHIN THE BOUNDARY SPACE ARENA 
(BS#2)» THERE WILL BE 2 TO 3 COMFORTABLE CHAIRS. A BIG. ROUND RUG IN 
THE MIDDLE (CONDUCIVE TO SITTING ON. IF DESIRED). AND PERHAPS 1. OR 2 
THROW RUGS. THE VERY BEST SETTING FOR THIS EXERCISE MIGHT BE ONE OF 

those OSS Assessment of Men country-type houses or barns. A gym. any 
large room. or even a town square will doj a theatre" i n-th'e-round ■ 
would be ideal. what is needed is a holding environment wherein 
negative energy can be contained by the staff and reworked or reframed 
into positive energy. 

Procedures : 

The event will consist of 3-tiered discussions representing 
differences of opinion re events of the day that have been reviewed in 
the BOSs. Topics could include: the Kosovo, or Syrian/Israeli 

SITUATION WITH THE GOVERNMENT. MILITARY. AND THE RESIDENTS! A WORK 
SITUATION W I HER E I N A TOP MANAGER. SUPERVISOR. AND WORKER DISAGREE ON 
WHER RESPONSIBILITY LIES IN ADDRESSING AN INFORMAL GRIEVANCE AGAINST A 
SUPERVISOR OR WORKER FOR AN ON THE JOB MISTAKE.' OR WHO SHOULD GO TO 
IN-SERVICE TRAINING FROM A PARTICULAR WORKTEAM. TOPICS WILL BE CHOSEN 
IN ORDER OF PREFERENCE BY CONSENSUS OF TOTAL GROUP. 
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Three volunteers , one from each group chosen by me using a random 
count) will act as a-'chorus' with responsibility for giving 
continually running commentary to me on the action* openly after 
discussing amongst themselves what themes are going on at the moment . 
They are to help me reframe disagreements that can not be resolved 'in 
place'. So if yelling or discussion become too much or 
counterproductive across the room- These conflicts will be brought 
into areas as described above. i will be moving from area to area to 

FACILITATE BOS #1 & #2 RESOLUTIONS. At ANY TIMEi I BELIEVE MY 

presence is not needed. i will retreat. the chorus and i may or may 
not be in agreement. 

The pace of this event will be rapid, theoretically. Total time 
needed: 31 hours; 30 minutes to explain and get everyone assigned to a 
group and seated; 30 minutes for the event to occur. and another 45 
minutes for all group members to change groups and continue; e.g.i the 
a/mm become c/twi and the latter the p/tm, and this last group, the 
A/MM. The exercise will continue with participants in different 
roles; new volunteers will replace the chorus, and maybe me. 

Review and Application: 

At the end, 60 minutes will be reserved for discussion of this event 
by members about various roles they assumed during the. training 
(review), and how these roles might affect their behavior towards 

AUTHORITY AND LEADERSHIP OUTSIDE OF THIS TRAINING (APPLICATION. An 
EXTRA 20 MINUTES WILL BE AVAILABLE FOR DEBRIEFING AS NECESSARY. 
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